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ABSTRACT 
AN ANALYSIS OF A MANAGEMENT DEVELOPMENT PROGRAM 
Joseph J. Wnuk, Jr. 
This study takes an in-depth analysis of one Federal government 
management development program for first line supervisors. The study 
surveys the current literature and describes the management development 
process within the Federal agency. 
The curriculum was divided into two parts: human relations and 
management. A detailed analysis of all aspects of the curriculum is 
included in this study. In order to assess the effectiveness of the program 
three types of evaluations were used and described: reaction, change, and 
leadership. 
In order to gain insight into the participants background a profile 
was developed of the experimental group which attended the program and 
the control group which participated in the evaluations but did not attend 
the program • 
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CHAPTER 1 
INTRODUCTION 
Purpose of Study 
The purpose of this study is to describe, to analyze, and to 
evaluate a management development program for first line supervisors as 
conducted by the Internal Revenue Service, Central Region Training Center, 
Detroit, Michigan. The essential areas included in the program were human 
relations and the management process. 
Existing Literature 
The first step of this study was to review the published literature 
to determine the extent of available knowledge on management development, 
and, more particularly, first line supervisors. The resulting bibliography 
documents the vast amount of articles and books on the general subject of 
management development, but none deals specifically with government 
(city, state, county, or federal) management development programs for 
1 
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first line supervisors • Although some of the articles and books dealt with 
existing programs none included a comprehensive study of any particular 
management development program for first line supervisors, whether it 
be government or private industry. Many articles and books dealt with 
approaches to management development which were applicable to all 
organizations .1 Case studies of management development programs 
lacked depth in their approach, 2 and the evaluations of management develop-
ment programs were not comprehensive. 3 
1Robert R. Blake and Jane S. Mouton, "The Managerial Grid in Three 
Dimensions," Training and Development Journal, XXI, No. 1, Qanuary, 1967), 
p. 2. E. F o Huse, "Putting in a Management Development Program That Works," 
California Management Review, IX, No.2, (Winter, 1966), p. 73o John W. 
Riegel, Executive Development: A Survey of Experience in Fifty American 
Corporations, Bureau of Industrial Relations (Report Number 5; Ann Arbor: 
University of Michigan Press, 1952). 
2J o B. Lasagna, "Case Study in Supervisory Training," Training and 
Development Journal, XXI, No. 1, Qanuary, 1967), p o 20. 
3D. J o Moffie, R. Calhoon, and J. K. O'Brien, "Evaluation of a 
Management Program," Personnel Psychology, XVII, No. 4, (Winter, 1964), 
p. 431. Lin G. Luoma, "A Test of Human Relation Ability: A Reliability 
Study and/or Investigation of Change in Performance as the Result of Training 
in a Related Area" (unpublished Master's thesis, Business Administration, 
Detroit: Wayne State University, 1953). 
3 
No individual work was comprehensive in covering the total management 
development program. The survey of the literature brought out the need 
for a study on a complete management development program for first line 
supervisors • 
Scope and Methods 
The Internal Revenue Service management development program 
for first line supervisors started June 12, 1966 and ended June 24, 1966. 
It was developed and conducted by the author under the broad direction of 
the Internal Revenue Service, National Office, which requires one week of 
management training and one week of human relations training for first line 
supervisors • The study will describe briefly the growth of management 
development in the Federal Government and, more particularly, the 
Internal Revenue Service. The data used for this background was gained 
from official source documents published by the Internal Revenue Service. 
To gain some insight into the selection of the program participants 
it was necessary to develop a profile. Profile data for the individuals was 
gained from the personnel files of each participant in the program . 
For the reader to develop an understanding of the type of program 
conducted, it is necessary to describe the curriculum and to critically 
4 
critique what is currently taking place. The curriculum was keyed to the 
objectives that were to be accomplished by conducting the program. 
To determine the success of the program, evaluation and assess-
ment of its benefits was necessary. Three types of phenomena were 
measured by instruments to assess the effectiveness: 1) reaction, 2) change, 
and 3) leadership. In order to fully assess the effectiveness of the program, 
it was necessary to have two groups: 1) the experimental group, which attended 
the program, and 2) the control group, which did not attend the program but 
did complete the evaluations. The two groups are described in quantitative 
terms in chapter two • 
Definitions 
The following definitions will be useful in providing uniformity of 
meaning throughout this study. 
INTERNAL REVENUE SERVICE is a Federal Government agency and a bureau 
of the Treasury Department which employs 60,000 people in seven regions. 
The purpose of Internal Revenue Service is to foster voluntary compliance of 
the tax laws and to collect the fair share of taxes. 
DISTRICT -- Within each region there are several districts. A district 
encompasses a state or a part of a state and is the operating arm of the 
5 
region. The Central Region encompasses the states of Ohio, Indiana, 
West Virginia, Kentucky, and Michigan. Each district has various func-
tions to perform by line and staff personnel, i.e. collecting taxes or 
auditing taxes. 
FIRST LINE SUPERVISORS -- assume responsibility for other employees but 
have no responsibility over other supervisors • 
EXPERIMENTAL GROUP --was composed of first line supervisors selected 
to attend the management development program as a participant. 
CONTROL GROUP -- was composed of first line supervisors who are potential 
participants • This group completed all the evaluations but did not attend the 
management development program. 
Management Development in 
Internal Revenue Service 
Real impetus to training came when the legislative branch of the 
Federal government recognized, by the passage of the Government Employees 
Training Act, Public Law 85--507 on July 7, 1958, the need for training and 
development. Upon passage of this act, the Internal Revenue Service developed 
a three-phase management development program for first line supervisors, 
middle managers, and potential executives. The supervisory program is 
6 
conducted on the regional level while the other two programs are conducted 
on the national level. This study deals strictly with the management develop-
ment program for first line supervisors. 
Internal Revenue Service has strong feelings that a management 
development program imposes mutual demands on individual employees, 
and on the organization. 4 Employees who desire advancement are under an 
obligation to appraise their own experience, interest, and deficiencies and to 
develop themselves in such a manner as to prepare themselves for promotion. 
The organization has a parallel responsibility for assisting in the continual 
development of all its employees and especially those who demonstrate poten-
tial for supervisory and management positions. For this reason, the Internal 
Revenue Service has gone to great efforts in establishing the three-fold 
management development program. Internal Revenue Service does not 
advocate the enforcement of a philosophy of management or behavior upon 
the supervisors. It is felt that the participant has the capacity to make valid 
choices concerning a personal philosophy, a managerial philosophy, and 
patterns of behavior appropriate for them in different situations. Therefore, 
40fficial Internal Revenue Service Document 
7 
the program is mainly concerned with prov,:iding an environment for the 
kind of learning activities in which each participant can develop greater 
insight concerning his motivations, values, and assumptions. Only through 
self-awareness can a participant appraise the affect one has on others and 
sense the need for change in order to obtain progressively better results. 
The decision to change and the period of time in which the change should 
occur was left to the individual. 
CHAPTER II 
PROFILE OF PARTICIPANTS 
Eligibility for attendance at the management development program 
was restricted to first line supervisors with two years or less of experience. 
No test or screening device was required for attendance. The reason for 
this was that Internal Revenue Service assumed that the selection criteria, to 
become a supervisor, which consisted of a written evaluation from the employee's 
supervisor and an oral interview, was sufficient. If an individual qualified for 
a supervisory position then he should receive the necessary training. 
A first line supervisor with two years or less of supervisory 
experience was preferred over the totally inexperienced so that participants 
would have some direct exposure to supervision prior to attending the program. 
This direct exposure gave the participants a sufficient frame of reference to 
deal with the theoretical and practical material presented in the program:~ 
it also laid a foundation by which they could relate this material to their 
positions as supervisors • The short period of supervisory experience was 
8 
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specified because a participant would not have formed deep rooted habits, or 
acquired prejudices from his superiors and peers. At this point in time, the 
participant can think ideas through and relate them to his job with only limited 
preconceived notions • 
At the present time there is a back log of first line supervisors who 
have yet to attend the program. These individuals now have accrued more 
than the required two years of supervising experience; their names are high 
on the priority list. The reasons for the delay are many and range from 
inconvenience of attendance to shortage of spaces in the program. 
Within Internal Revenue Service there is a wide range of employees 
supervised by first line supervisors • They range from clerical employees 
to highly skilled technical employees with college degrees; many are Certified 
Public Accountants or attorneys. All first line supervisors, regardless of 
the type of employees supervised, attend the program. Internal Revenue Service 
takes the generalist's position. No matter what type of employees are super-
vised, the manager's problems are the same. Each supervisor can also benefit 
from the exposure and experience of others . 
As mentioned in the previous chapter, the management development 
program is mainly concerned with providing an environment in which each 
10 
participant can develop greater insight concerning his motivations, values, 
and assumptions. The decision to change or the period of time for the 
change is left entirely to the individual participant. For this reason, the 
Internal Revenue Service has no formal or informal evaluation of the 
participants. They feel that mature people can set their own goals • To 
have evaluations would be artificial; people would be working for the grade 
and not seriously thinking through many of the concepts presented. 
This study was made up of two divergent groups: the experimental 
group which attended the program, and the control group which completed 
all the evaluation forms but did not attend the program. Figure I reflects 
the profile of each group. 
11 
FIGURE I 
GROUP PROFILES 
--
Factors Explanation Experimental Control 
Group Group 
--
Sex Male 26 15 
Female 2 4 
Age Range 27-55 31-54 
Average 44 39 
Education Range 12-16 12-18 
(years) Average 14 14 
IRS Service Range 2-29 1/2 - 22 
(years) Average 13 10 
Supervisory 
Experience Range 1-84 1-73 
(months) Average 25 20 
GS Grade 14($15, 106- 19,813) 3 
Distribution and 13($12, 873 - 16, 905) 9 6 
salary range (ann) 12($10,927- 14,338) 6 4 
11($ 9, 221 - 12, 056) 9 6 
10($ 8, 421 - 11, 013) 
9($ 7' 696 - 10, 045) 1 3 
CHAPTER III 
OBJECTIVES OF THE PROGRAM AND CURRICULUM 
The management development program covered two areas: human 
relations and the management proces~. Fundamentally, the program was 
aimed at improving the management ability and human awareness of first 
line supervisors by providing training in the principles of management, by 
developing an awareness of supervisory responsibilities, and by relating 
principles to responsibilities. More specifically, the program was designed to: 
1} increase understanding of current developments in management~ 
2) develop a broad perspective of first line supervisor's job; 
3) stimulate the supervisors to do a better job; 
4) sharpen insights to work and the worker; 
5) provide an opportunity to develop a sharper sense of direction; 
5 
6) improve the human relation skills which make for effectiveness. 
In order to accomplish these aims, the program was re-defined. 
The first week of human relations was redefined to individual behavior and 
~he aims and objectives for the program were developed by the author. 
12 
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group dynamics; the second week of management process was redefined to 
the supervisor in action. The reason for this structure was to give more 
definitive meaning and more concrete terminology in establishing the 
program. Professional consultants from outside of the Internal Revenue 
Service were used in meeting the objectives and the aims of the management 
development program. 6 Professional consultants, with their special back-
grounds, added new ideas for the participants to think about and to discuss. 
To use the Internal Revenue Service staff could easily result in inbreeding. 
The First Week of Rationale: Human Relations 
(Individual Behavior and Group Dynamics) 
After studying the various approaches to human relations (lecture, 
lecture-case study, role-playing., and sensitivity training), the most realistic 
approach was sensitivity training. The lecture was not selected because it 
represented a one way type of presentation and eliminated involvement by 
the individual participants. The lecture-case study was eliminated since the 
6The consultants involved and their backgrounds are found in 
Appendices A and B. 
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participants could not use their frame of reference to relate the case to 
their own experiences. Discussions became artificial and lacked in mean-
ingful experiences for the participants. Role -playing was eliminated because 
of the superficiality of the role players~ and the inferiority of the role-playing 
situations. The ensuing role play discussions became meaningless because 
of lack of involvement by the observing participants, and the participants 
failed to relate to their own practical situations • 
The reason the author decided to use sensitivity training was 
because each of the participants would become deeply involved in observing 
and analyzing individual behavior and the group process. In sensitivity 
training the participants saw how others operated and the participants 
received feedback on how they operated in a group. On a first hand basis 
each participant got involved. This approach to human relations training 
best met the needs of the organization. The Central Region of Internal 
Revenue Service was committed to sensitivity training~ however, it was 
not committed to pure sensitivity training, which is totally unstructured, 
leaderless, and agendaless; rather, it was committed to a semi -structured 
sensitivity training which included a certain amount of exercises, structures, 
and tasks throughout the program • 
15 
Sensitivity training was based on the belief that h u rna n relations, 
understanding, and skills can be developed .7 One of the key elements in 
sensitivity training, sometimes called labo rato ry training, is training group 
or action group. 8 
Training group or action group is a relatively unstructured group in 
which individuals participate as learners. The data for learning is not outside 
these individuals or remote from the immediate experiences within the action 
group. The data included the transactions among the participants, their own 
belief in the group as a struggle to create a productive and viable organization, 
a miniature society. Involving experiences are necessary but not the only 
condition of learning. Action group participants must establish a process of 
inquiring which data of their own behaviors are collected and analyzed 
simultaneously with the experience which generates behaviors. Learnings 
thus achieved are tested and generalized for continuing use. Each individual 
7
·Irving R. Weschler and Jerome Reisel, Inside a Sensitivity Training 
Group, Institute of Industrial Relations, (Los Angeles: University of 
California, 1960), p. 1. 
8The reason the term action group was used was to give drive to 
the group. The consultants, during a brain storming session, coined the term 
action group . 
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participant learned about his own motives, feelings, and strategies in 
dealing with other participants • The participants became familiar with 
the reactions they produced in others as they interacted with them. Out 
of these interactions the participants developed new images of potentiality 
in themselves and sought help from others in converting potentialities into 
9 
actualities • 
While the above may seem like unclear terminology what actually 
happened was that the participant found himself at a table with twelve or more 
participants whom he did or did not know. A professional consultant assigned 
to the group explained that his presence was to help the group but not to lead 
them. He then sat back. The action group found itself without an appointed 
leader, without an established agenda, without any agreed upon purpose for 
being, but with the knowledge that they would be together as a group for a 
period of time. Periodically the consultant would feed the group exercises 
or tasks for them to discuss and to work. 
Although each action group has its own personality and sets its own 
9 
Leland P. Bradford, Jack R. Gibb, and Kenneth 0. Benne, "Two 
Educational Innovations," in L. P. Bradford and others, T-Group Theory and 
Laboratory Method, (New York: John Wiley and Sons, 1964), pp. I-2. 
-17 
course, certain patterns have been considered typical. There was usually a 
period of uncomfortableness, followed by an attempt to establish some pro-
cedure of accomplishment learned in other situations. This usually resulted 
in a period of activity which normally would satisfy the group. Periodic 
seizures of frustration and anger may occur. A group may then experiment 
with new methods of operating and may or may not agree on procedures 
that allow them to make progress. With the help of the consultant, the group 
may decide that it might be better to discuss actual happenings within the 
group than to talk about experiences they have had some timE in the pa:Jt. 
The actions, statements, and feelings of group members, in addition to the 
exercises and tasks, became the data on which the group built its learning 
experience • 
While the action group was the most outstanding feature of sensitivity 
training, it was not the only one. There were general sessions, in which all 
participants came together to hear lectures on various topics that had direct 
relationships to the particular stage that most of the action groups were going 
through. 
The film 1, "Twelve Angry Men", gave great insight into the individual 
and the group. Here was the exercise the action groups had to perform after 
t!f 
' I 
r · ~ ' 
. I 
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observing the film which was staged around a jury situation in which a boy's 
life depended on the outcome. As the movie began all of the courtroom 
evidence had been presented and the jury had been given its charges by 
the judge. Soon after convening in the jury room a vote was taken as to the 
innocence or guilt of the defendant. A lone negative vote was cast by Henry 
Fonda which set the scene for the action which was to follow. At the end of 
the production, after a tense deliberation by the jury, all twelve jurors voted 
not guilty. The gradual shift to this final tally was resolved when each juror 
made up his own mind and shifted his vote on a one by one basis. 
A small portion of this film was shown to the participants. The 
instructions then given were as follows: list all of the evidence you have been 
presented (direct observation or strategy of the writer in composing the plot, 
or of the director in directing the film); indicate the order in which the jurors 
changed their vote from guilty to not guilty. They worked as a team and they 
were asked to make a single team prediction. Each team developed a single 
order as to the sequence in which the jurors shifted from guilty to not guilty. 
The goal was to determine the effectiveness of each team in using the full 
range of information available. 
When disagreements appeared or an impasse occurred, the participants 
19 
were tempted to average individual predictions to get a group prediction; or 
to use the wm of the majority as the best basis for decision making, even 
though the minority remained unconvinced. Neither of these approaches 
represented the soundest basis for team action. The use of either approach 
indicated that the reasons for disagreement had not been thrashed through 
sufficiently to gain the advantages for team action that might be had by 
exploring doubts and reservations of those who remained unconvinced. On 
the other hand, compromising convictions to go along may support team 
performance, but at the price of sacrificing significant evidence that could 
contribute to prediction accuracy. In other words, the aim was to develop a 
single order which was based on mutual understanding and agreement. This 
particular exercise gave great insight into group performance and to 
individual performance in a group. 
Pairs were another type of exercise and were used to stimulate 
awareness of the individual in the group process. A participant would get 
together with another participant from his group to discuss what took place 
in the group. The pair members were rotated each session. This exercise 
gave valuable insights into how the participant operated in the group. 
Another exercise was observation of one group while another was 
20 
in session. The observing group had two tasks: 1) to observe the group in 
action, and 2) to feedback the observation. At the end of the session, the 
observing group would feedback to the others what they observed. This 
provided insights into both the individual and the group. The same exercise 
was repeated and the groups switched roles • 
Another task given to the groups was to develop criteria for 
selecting the strongest and the weakest members of the group. The groups 
were then to select the two strongest and the two weakest members on 
whatever criteria they developed • The selected members of each group, 
without being known to the other group, switched. After two sessions, they 
then returned to their original group. This task involved each member emo-
tionally and released insights into the individual and the operation of the 
group. 
During the first week the participants became aware of how a group 
acted, and how others reacted to them. This new awareness, which broke 
down many of the communication barriers, allowed the participants to be 
more vocal in the second week. 
sunday 
7:00P.M. 
Monday 
8:30 A.M. 
1:00 P.M. 
7:00P.M. 
Tuesday 
8:30 A.M. 
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The First- Week Design: 
Human Relations (Individual Behavior and Group Dynamics) 
Cocktail Hour 
Welcome 
Introduction of all participants 
Introduction of participants to consultants and staff 
Brief introduction to program 
Administrative details (travel expenses, ground rules 
of program, et cetera) 
General Session - Introduction to Sensitivity Training 
A-Groups (two separate groups) 
A-Groups 
Twelve Angry Men - Movie, Reel 1 
A-Groups 
Twelve Angry Men - Movie, Reels 2 and 3 
A-Groups 
Pairs 
General Session - What to Observe in A Group: Improve-
ment of skills of observation which provides important 
data in understanding groups and in increasing individual 
effectiveness within the group. 
r 
" 
1:00 P.M. 
7:00P.M. 
Wednesday 
8:30 AoM. 
1:00 P.M. 
Thursday 
8:30 A.M. 
7:00P.M. 
Friday 
8:30A.M. 
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A-Groups 
Observation - Group I to Group II 
Feedback Session 
Observation - Group II to Group I 
Feedback Session 
A-Groups 
A-Groups 
Pairs 
General Session - Iohari Window: developed by Joseph 
Luft and Harry Ingham as a model for social, emotional 
relationships • 
A-Groups - each group selects two strongest and two 
weakest members 
Pairs 
A-Groups - strongest and weakest members switch 
groups 
Pairs 
General Session- Defenses and the Need to Know: The 
ways of protecting our views of ourselves and of others. 
A-Groups 
Pairs 
General Session - strongest and weakest members switch 
back to original groups 
A-Groups 
A-Groups 
Pairs 
General Session - Communication: The process of human 
communications and interpersonal relationships 
23 
1:00 P.M. General Session - overview and importance of sensitivity 
Second Week Rationale: 
Management Process (Supervision in Action) 
The second week techniques for presenting the material consisted 
of the lecture, buzz session, case study, and discussion. The change of 
techniques during the second week session resulted from the participants 
free discussion that occurred as a result of the first week sessions. The 
consultant began by giving a brief introduction to a topic, asking the partici-
pants to develop an operational definition based on its use in Internal Revenue 
Service. Once the definition was established, the participants discussed the 
ramification of the topic as related to their position. They tried to develop 
creative ways to improve the existing systems. The final aspect was a 
discussion of the following case studies. 
"A Matter of Minutes (A & B)", American Management 
Association (New York, 1960). 
"When Workers Manage Themselves", Business Week, 
March 20, 1965. 
Acme Workers Manage Themselves, College of Commerce, 
DePaul University (Chicago, 1960). 
Case of the Missing Time, School of Business, North-
western University (Evanston, 1960). 
24 
The Larger Company (A & B) (Homewood, Illinois: 
Irwin Publishing Company, 1959), 
Keith Davis, The C .c .c. Company, Arizona State 
University (Arizona: By the author, 1961), 
Monday 
8:30 A.M. 
1:00 P.M. 
Tuesday 
8:30 A.M. 
1:00 P.M. 
Wednesday 
8:30 A.M. 
1:00 P.M. 
Thursday 
8:30 A.M. 
1:00 P.M. 
7:00P.M. 
Second Week Design: 
Management Process (Supervisor in Action) 
Brief statement as to how sensitivity training is 
related to second week overview of management science 
Planning 
Planning 
Planning 
Dynamics of Motivation 
Dynamics of Motivation 
Decision Making and Problem Solving 
Controlling and the Control Process 
Commitment to Personal Growth 
A- Group Session Program Evaluation 
't ' 
friday 
8:30 A.M. 
1:00 P.M. 
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Importance of a Management Philosophy 
Evaluation 
Closing 
CHAPTER IV 
EVALUATION 
The evaluation of the management development program for first 
line supervisors offered insight into the worth and value of the program. 
Three types of phenomena were measured by instruments to assess the 
effectiveness of the program: 1) reaction, 2) change, and 3)leadership. 10 
Reaction Evaluation 
The reaction type of evaluation has been used by Internal Revenue 
Service in all courses. It is a quick means of gaining emotional feedback 
at the end of the course. Since the reaction form is used in all courses 
conducted by Internal Revenue Service, it must be broad in scope. The 
10D. L. Kirkpatrick, "Techniques For Evaluation of Training 
Programs," Journal of the American Society of Training Directors, Vol. XIII, 
Nos. 1 and 2 (1959), and Vol. XIV, Nos. 1 and 2 (1959). These articles discuss 
reaction evaluations and the author discussed reaction evaluations personally 
with Dr. Kirkpatrick. 
26 
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participants were given as much time as necessary at the end of the program 
to complete the form. The responses gave an immediate indication as to the 
feelings of the participants towards the program. 
Most of the responses were general in nature and did not focus on 
'gut' reactions or in-depth reactions. These were indicators only. Any 
negative reactions would be handled through in-depth interviews to determine 
the causes. A sample of the evaluation and responses are listed in Appendix C. 
Change Evaluations 
Through the use of change evaluations an attempt was made to deter-
mine what effect the program had on the participants. 11 The primary criteria 
in the selection of an appraisal form would be its usefulness. Forms depend-
ent upon numerical values and forms dependent upon verbal values were elimi-
nated principally because of their apparent ease of manipulation if a rating 
official were inclined to a biased opinion. Verbal values were also subject 
to semantic difficulties. The forced -choice method was selected by virtue 
of its ability to be more objective than other appraisal methods. 
11The ideas gained for the change evaluation are from association 
with Dr. Dale Yoder, Stanford University, Industrial Relations, School of 
Business, Palo Alto, California in an unpublished study on "Manager Attitudes 
and Managerial Values." 
; 
I' 
28 
The forced -choice method necessitated a more exact consideration 
of what was being rated by requiring the determination of the discriminative 
power of the statements. Conversely, by its use it was hoped to eliminate 
variation in the rater's standard of generosity, minimize the possibility of 
a rater intentionally biasing the score, and to obtain a more normal distri-
bution of ratings • 
In devising the instrument ten factors commonly used in evaluating 
managerial performance were selected. 12 Each factor was designated as a 
block. Each block contained descriptive statements of five levels of perfor-
13 
mance. Each statement was carefully structured to describe adequately 
the particular level of performance desired, to eliminate ambiguity, and still 
to maintain sufficient balance with the other four statements so that the rater, 
the first line supervisor's supervisor, would be required to consider the 
block as a whole in making his selection. The instrument, MDP Evaluation, 
is available for review in Appendix D. 
12These factors were job knowledge, quality of work, dependability, 
adaptability, initiative, personality, potentiality, judgement, leadership, and 
appearance. 
13These performance levels included: superior, above average, average, 
below average, and unsatisfactory. 
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In the final analysis, for comparative purposes, an appraisal needs 
to be reduced to numerical values. Numerical values are arbitrarily set; 
and in this case, each statement was assigned two preference values: a most-
descriptive preference value and a least-descriptive preference value. The 
most-descriptive values were established as double the least-descriptive 
values in reverse order. The most-descriptive values are 2, 4, 6, 8, and 
10 in ascending order; the least-descriptive values are 1, 2, 3, 4, and 5 in 
descending order. Appendix E, Preference Values, indicates these values and 
it also indicates that the statements have been methodically jumbled to avoid 
any semblance to a behavior pattern. 
All normal precautions were taken to overcome any conscious or 
unconscious bias of a rating. The instrument was constructed as simply as 
possible and the instructions for completing it were stated as explicitly as 
feasible in order to avoid any confusion or ambiguity. To assess our form 
construction, level of readibility, and value determinations the form was 
given a limited pre-testing and critique. These results were sufficiently 
promising to justify experimentation of an actual training situation. The 
design for the experimental group was as follows: 
30 
1. Obtain an evaluation completed by the participant's supervisor one 
month prior to attending the program (evaluations were given to the 
control group and experimental group at the same time). 
2. Six months after completion of the program the participant's super-
visor was again requested to complete the evaluation (evaluations 
given to the control group and experimental group at the same time). 
The tabulation of this data is found in Appendix F for the control group and 
in Appendix G for the experimental group. The factor averages are found 
in Appendix H. 
The results of the profiles can be summarized as follows: nineteen 
participants, approximately two-thirds of the experimental group, registered 
positive gains ranging from 0.8 to 31.5 percent of improvement from the first 
evaluation prior to the program to the second evaluation after the program. 
Nine of the participants had negative changes • The overall group average was 
a positive 4.6 percent of improvement. Ten participants, about half of the 
control group, registered positive gains ranging from 0.8 to 23.6 percent. 
Two of the nine remaining had no change even though the factors in the rating 
form showed considerable positive and negative changes. The seven partici-
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pants at the bottom of the list had negative ratings ranging from 1.6 to 14.8 
percent. 
From the above it can be stated that there was a transfer of training 
in this particular training situation. Considering that all of the participants 
of this training program approached the program with a different level of 
need and motivation, it was expected that the end result would reflect this 
individual difference. To assume that the program might change every par-
ticipant would not be a realistic criteria; to say that the program had affected 
a positive change in approximately two-thirds of a group is reasonable. 
Leadership Profile and Feedback Evaluation 
The purpose of this evaluation was to assess the leadership profile 
of the participants, to determine if there was a shift in the profile, and it 
the information of the profile were returned to the participants. 14 In addition, 
14The ideas for this evaluation were gained from being associated with 
Dr. Thomas W. Harrell, Professor of Psychology, School of Business, Stanford 
University, Palo Alto, California with the following research projects: "The 
Emergence of Leadership in Small Groups, " "Perception of Leadership in Small 
Groups," and "Some Needs of Iron Managers," (unpublished) and Managers' 
Performance and Personality (Cincinnati: Southwestern Publishing Company, 1961); 
and Joseph J. Wnuk, Jr., "Leadership Profile and Feedback, " Carroll Business 
Bulletin, VIII, No. 4 (November, 1965), p. 13; and "Morale: An Additional 
Approach, " Personnel, XXXXV, No. 4 (April, 1965). p. 220. 
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the evaluation was to determine if there was a shift in the profile if the profile 
information were not returned to the participants. The evaluation gave some 
ideas of the type of leadership profile that existed and if feedback of group 
profile information had any affect upon the participants • The design consisted 
of four steps: 
1. One month prior to the program each participant in the experimental group 
and the control group was requested to complete the leadership profile 
evaluation. The leadership profile evaluation is in Appendix I. 
2. One month prior to the program each participant in the experimental group 
was requested to complete the leadership profile from the standpoint of 
what they considered was the profile of an ideal supervisor. 
3. At the first session of management development program both profile 
evaluations completed by the experimental group were presented as a 
group profile. 
4. Six months after the program both the experimental group and the control 
group were asked to complete the profile evaluations • No feedback of the 
profile was given to either group. See Appendix J for total summary of the 
leadership profile evaluations • 
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The semantic differential, the evaluation used gave depth of feeling 
to each individual concept rated by each participant; the responses of the 
participants could be plotted in an orderly manner which had meaning to 
the participants • This evaluation had been used by the author in evening 
classes at Michigan Lutheran College in Detroit, Michigan. In each case the 
students tended to change their profile when information concerning the ideal 
supervisor was related to them. When the feedback information on the leader-
ship profile evaluation was not presented to the students the profile tended to 
remain the same. It appeared that the profile of the ideal supervisor was a 
goal for the students to attain. 
The evaluation that was used in the management development program 
did show that with feedback information on the profile of the participants and 
profiles of the ideal supervisor provided goals for the participants to achieve. 
Each participant would strive to achieve the goal that they, in effect, had set 
for themselves. One observation that can be made, but has not been verified, 
is that the participant, when back on the job, could only put into effect what 
the organization and management would allow them to apply in the organization. 
CHAPTER V 
CRITIQUE AND CONCLUSIONS 
The management development program is a living program in which 
there is a constant attempt to improve all aspects of the program. There is 
a constant search for new ideas and exploration of the possibility of their 
use in the program. 
It is apparent from this study that the program caused a change to 
occur in the participants. This is seen by the results of the evaluations 
used in the program. 
The selection criteria which, in effect, said that is a person has 
been selected as a supervisor and has had some supervisory experience, 
then this is sufficient justification for program attendance. This method 
eliminates the need for screening and selection devices, and, therefore, 
became a time and cost saver to the organization. The lack of such 
selection devices did not appear to have any effect that could be observed 
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or measured • 
In past programs management phase was presented prior to 
human relations phase and in recent programs the areas were switched 
to determine if there were any noticeable differences that would occur. 
One observation was made when human relations was conducted prior to 
management: communication among the participants was forthright through-
out the early states of the program and active communication and opinions 
appeared to carry over to the management phase of the program. This 
was not observed when the management phase was presented prior to 
human relations • 
The overall curriculum was meaningful because of the change that 
occurred in the participants. This can be verified by the evaluation results • 
A meaningful exercise that could have been included in the curriculum would 
have been to ask each participant for his current management problem. 
such problems could then be discussed and analyzed in the program. Such 
personal involvement would draw the participants more actively into the 
program and have the added advantage of opening different avenues of 
thought on their problem. 
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No grades, written or oral, were given to the participants. Like-
wise, there were no written examinations. The basis for this was the pre-
mise that the participants would discuss their problems freely and openly 
if they were not working for a grade; but, rather, were working to explore 
each others thoughts • As it developed the participants were open in their 
discussion but there was no attempt to evaluate the stigma of grades or 
lack of grades • 
The evaluations of the participants of the program were enlight-
ening. The evaluations assessed the fact that change could be measured 
and that change did~ in fact, occur. The timing of evaluations has been 
restricted to a short period of time. It would be interesting to determine 
if there would be a change after an extended period of two years. A major 
problem of this type of evaluation, however, would be the large number of 
variables such as: additional training, self-development, promotions, et 
cetera. One approach could be to ignore the variables • Another approach 
could be to follow up the program with in-depth interviews after completion 
of the program. Cost would be a factor of such an evaluation program, yet, 
it might be able to provide benefitial information concerning the participants 
and might include suggestions for future programs • 
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This study analyzes a management development program from 
beginning to end. The study would be benefitial to any person or organi-
zation who was in the process of establishing a management development 
program for first line supervisors. It not only proposes ideas for 
initiating a program but also ideas that can be used in existing programs. 
APPENDIX A 
FIRST WEEK CONSULTANTS 
Marvin L • Kaplan, PhD. 
Associate Professor of Psychology and Director of Psychology 
University of Cincinnati 
Dr. Kaplan is currently Associate Professor of Psychology and 
Director of Psychology in the University of Cincinnati Medical School, Depart-
ment of Psychiatry. He received his PhD. in 1956 from the University of 
Buffalo. From 1956 to 1958 he was on the staff of the Child Guidance Center 
in Niagara Falls, New York; from 1958 to 1963 he was a Senior Psychologist 
and Director of Clinical Psychology at the Topeka State Hospital. Dr. Kaplan 
has taught at Washburn University (Topeka, Kansas) and in the Human Relations 
Department of the University of Kansas. Dr. Kaplan is currently a member of 
the executive committee of the Human Relations Center of the University of 
Cincinnati and a Diplomat in Clinical Psychology of the American :&>ard of 
Examiners in Professional Psychology. 
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Howard Trier, PhD. 
Assistant Professor of Psychology 
Institute of Labor and Industrial Relations 
University of Illinois 
Dr. Trier is Assistant Professor of Psychology, Institute of Labor 
and Industrial Relations, University of Illinois, where a part of his assignment 
included such things as lecturing and working with management groups in 
institutes, workshops, and short courses on campus. He is also involved 
in working within business enterprises towards the goal of developing 
management personnel. He received his B.A., with honors, and his M.A. 
and PhD. degrees from Michigan State University. Dr. Trier has held positions 
in the Department of Psychology, Michigan State University as an Instructor; 
in Psychological Services, Corporate Department of Industrial Relations, The 
Mead Corporation as Supervisor; and is currently a Staff Consultant with 
George Fry and Associates, Chicago. 
APPENDIX B 
SECOND WEEK CONSULT ANT 
John Krato 
Co-Ordinator, Management Division Programs 
Institute of Labor and Industrial Relations 
University of Michigan - Wayne State University 
Before joining the staff of the Institute of Labor and Industrial Relations, 
Mr. Krato taught at Wittenberg University, Springfield, Ohio; and held a 
teaching fellowship at Wayne State University. He has an Associate in Arts 
degree from St. Johns College, Winfield, Kansas (1943); a B.A. degree from 
the University of Miami, Coral Gables, Florida; and has taken graduate work 
toward his PhD. degree at the University of Tenessee and the University of 
Louisville Medical School. At present, Mr. Krato is continuing his doctoral 
studies at Wayne State University. He has extensive background as psychological 
consultant, advertising account executive in the field of merchandising, with 
R .H. Macy & Company; and in the area of clinical psychology he has held 
positions with the Veterans Administration at Memphis, Tennessee, and 
the Mental Hygiene Section of St. Louis City Health Division. During World 
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War II, Mr. Krato served with the United States Army General Hospitals 
in Paris, France; and in the Education and Information section as a 
United States Army War Correspondent. 
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APPENDIX C 
REACTION EVALUATION 
Following are the questions and sample responses: 
1. OF WHAT VALUE WAS THIS TRAINING TO YOU? 
- I feel it was invaluable and a must for supervisors • 
- It is valuable in the transition from technical to supervision. 
- First week: confusing 
- Second week: helpful 
- I might see how I see others and how they view me. 
- Made me more aware of people; that people are organizations and 
they are never really all white or all black areas • 
- Learned a lot from others and how they operate. 
- Instilled self-confidence. 
2. WHAT SHOULD BE DONE TO MOST IMPROVE THIS COURSE? 
-No changes (most comments) 
- Smaller groups could have resulted in more participant involvement. 
3. WHAT IS YOUR EVALUATION OF THE INSTRUCTORS? 
- Excellent 
- First week: approach was unique to me; both had capable and inspired 
discussion 
- Second week: very fine 
very effective 
good speakers, easy to listen to; they had something to say 
well versed 
fine 
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4. THE COURSE WAS 
6 ONE OF THE BEST 
12 VERY FINE 
8 TYPICALLY EFFECTIVE 
2 ACCEPT ABLE 
0 UNSATISFACTORY 
APPENDIX D 
NAME: 
MOP EVALUATION 
This fonn is made up of ten blocks, each containing five statements relative to 
ten factors commonly used in evaluating the managerial performance of super-
visors. We ask that you first read the instructions carefully; then complete the 
fonn and return it immediately to the address listed at the end. 
INSTRUCTIONS 
Decide which one of the five statements in block number one is most descriptive 
of the performance of the person listed in the upper left corner of this sheet. 
Under the word MOST circle the letter which goes with the selected statement. 
You may rightly think that no one of the five statements is an exact description 
of this person's perfonnance, nevertheless, make the best choice you can. 
From the four remaining statements select one statement that is least descrip-
tive of the perfonnance of this person. Under the word LEAST circle the 
letter which goes with the selected statement. 
Now go on to each of the other nine blocks and do them in the same way. In 
every block select one statement MOST descriptive and one statement LEAST 
descriptive of this person's managerial perfonnance. Each of the ten blocks 
must have one letter circled in the MOST column and one letter circled in the 
LEAST column. 
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BLOCK MOST LEAST 
I A A Knowledge adequate for present job but not infonned on 
related work. 
B B Familiar with all managerial phases of his position. 
c c Perfonnance is limited by a lack of managerial know-how. 
D D Has a good working knowledge of his position. 
E E Does not possess sufficient knowledge to perform his job 
satisfactorily. 
II A A Makes no more than a reasonable number of mistakes. 
B B Does acceptable work. 
c c Cannot handle several details of his job at the same time. 
D D Does a satisfactory job where there is an established 
routine. 
E E Exceptional in spotting causes of inefficiencies • 
III A A Would be difficult to replace. 
B B Is conscientious, enthusiastic, and dependable. 
c c Often disregards policies and gives no support. 
D D Understands most policies but is not effective in gaining 
adherence thereto. 
E E Plans routine work satisfactorily but fails to meet 
unusual situations with dispatch. 
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BLOCK MOST LEAST 
--
IV A A Carries his previous job over too much into his present job. 
B B Hesitant in making necessary adjustments to situations. 
c c Appears to make adjustments to work changes • 
D D Readily adaptable to new situations. 
E E Thinks and acts relatively fast in emergencies. 
v A A Never questions proposed procedural changes • 
B B Has the ability to think independently and constructively. 
c c Quick to absorb new material and move ahead with it. 
D D Generally relies on precedent and seldom advances 
constructive ideas • 
E E Requires close supervision and prodding. 
VI A A Well liked by subordinates. 
B B People do not like to work for him. 
c c Easy to meet and talk to. 
i 
:{ 
D D His employees have complete confidence in him. 
E E People warm up to him sJ~wly. 
VII A A Displays unusual ability in organizing and planning work. 
B B Looks like a "comer". 
T .r 
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BLOCK MOST LEAST 
c c Has not demonstrated up to now~ that he has the ability 
to progress further. 
D D Would not be effective in assuming greater responsibility 
or larger scope of duties. 
E E Capable of doing more important work. 
VIII A A Inclined to snap judgments~ decisions of doubtful value. 
B B Inclined to make hasty decisions • 
c c Can and does compromise judiciously. 
D D Tries not to allow personal feelings temper his judgment. 
E E Weighs all facts before haking a decision. 
IX A A Lacks tolerance for weaknesses in other people. 
B B Knows when to exercise authority and when not to. 
c c Lets employees know what is expected of them. 
D D Is reluctant to allow employees any freedom of action. 
E E Maintains a closely knit work group. 
X A A Occasionally neglects appearance. 
B B Presents outstanding personal appearance. 
c c Is well groomed, presents neat personal appearance. 
D D Generally dresses slovenly and untidily. 
E E Neat personal appearance. 
APPENDIX E 
PREFERENCE VALUES 
I 
Blocks 
State-
I II III IV v 
ments 
Host Least M L M L M L l-1 L 
A 6 3 8 2 10 1 2 5 4 4 
B 10 1 6 3 8 2 4 4 8 2 
c h 1J. 2 IJ 2 ~ / ':\ 1.) 1 :;, .? 0 __, 
D 8 2 4 4 4 + ,·, 0 2 0 3 
E 2 ,J 10 1 6 3 10 l 2 5 / 
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Appendix E - Preference Values Continued 
B1ocks 
State- VI VII VIII IX X 
ments 
host Least I1 1 I-I L Ivi 1 }·1 L 
A 6 ') 10 1 2 J 2 5 Lf 4 
-
) j 
B 2 5 6 3 \ ' 4 4 10 1 4 4 
c 8 2 4 4 8 2 10 1 8 2 
D 10 1 2 ..-' 6 3 6 3 2 ..-' 7 7 
E L1. 4 8 2 10 1 8 2 6 3 
APPENDIX F 
INDIVIDUAL RATINGS - CONTROL GROUP 
. 
Trainees #I #2 #3 #4 #5 #6 
Performance 
Factors Pre-Post Pre-Post Pre-Post Pre-Post Pre-Post Pre-Post 
J9b Knowledge 9 15 13 12 13 1 ,J -) 13 14 1.5 15 13 15 
Quality of Work 15 15 13 1.5 11 13 11 12 1.5 15 12 13 
Dependability 13 13 13 14 13 14 13 1'3 1'3 1'3 13 15 
Adaptability 6 11J. 1'3 1'3 12 11 1? lit lh 1? 10 ll 
Initiative 13 13 13 14 11 15 11 13 13 15 15 14 
Personality b 15 13 15 13 14 13 12 11 ll 11 10 
Potentiality 1h 12 11 12 12 10 12 12 14 14 13 15 
IIud~ent 6 6 12 11 0 u 10 8 9 9 s 12 10 
Leadership 13 15 9 12 9 9 9 10 7 13 1.5 15 
Appearance 11 13 11 11 11 9 11 11 11 11 11 12 
Totals 106 131 121 129 113 120 113 120 122 1?.7 1?.5 130 
Percentage 
Improvement 23.b 6.6 6.2 6.2 h.1 4.0 
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Appendix F continued 
Trainees #7 #8 
· r 
#9 #10 #11 #12 
! 
I 
: 
Performance 
Factors Pre-Post Pre-Post Pre-Post Pre-Post Pre-Post Pre-Post 
Job Knowledge 11 12 1~ 15 2 10 1_3_ 11 2 _9_ 11 12 
Quality of Wor1 11 1L .. 15 15 11 11 15 15 9 13 7 8 
Dependability 13 13 15 14 7 3 13 13 13 11 9 9 
Adaptability 11 11 12 12 13 15 12 13 14 12 12 12 
Initiative 13 13 11 11 15 13 1_1 11 11 1~ 13 12 
Personality 13 12 15 15 13 1i 10 11 13 15 12 12 
Potentiality 12 13 15 lJ.~- 12 11 11 JJJ .14 JJJ 9 10 
I 
Judgment 6 6 6 9 12 11 9 6 12 8 ll~ 14 
Leadership 9 13 13 12 ··' 7 1_1 13. 11 .2 12 12 .) 
Appearance 13 11 12 13 11 11 12 13 11 13 9 9 
Totals 112 115 127 130 108 11_Q_ 12_1 l,22_ 117 JJ. 7 11.0 llQ_ 
Percentage 
mprovement 2.7 2.4 1.8 
' 
o.s o.o o.o 
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Appendix F continued 
Trainees #13 #14 #15 #16 #17 
Performance 
Factors Pre-Post Pre-Post Pre-Post Pre-Post Pre-Post 
I 
Job Knowledge 11 1'3 12 15" 1'3 11 12 l S 11 1'3 
Quality of Work 11 11 9 15 13 1c; 1) 1S 11 15 
Dependability 13 13 13 13 15 15 13 13 15 15 
Adaptability 13 13 1.5 13 13 1?. 13 12 12 12 
Initiative 13 13 15 13 15 13 13 13 13 13 
Personality 11 11 12 13 12 15 12 15 15 15 
Potentiality 12 12 14 15 11 110 14 14 ll 10 
Judgment 13 13 15 6 9 6 9 6 9 6 
Leadership 11 11 15 13 7 7 15 13 15 7 
Appearance 13 13 13 1h 11 1') 15 ll 13 13 
Totals 125 123 133 1 30 119 116 131 127 1 2'1 119 
Percentage 
-1.6 -2. 3 0 r"' -3.1 - 0. 3 Improvement 
_,_ • .) 
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Appendix F continued 
Trainees 
I 
#18 
f 
# 19 I 
I 
I I Performance I 
Factors I Pre-Post Pre-Post 
I 
Job Knowledge 13 13 13 12 
Quality of Work 13 13 I 13 7 
Dependability 13 13 11 13 
15 12 I 14 5 I Adaptability 
1 
I 
13 12 I Initiative 13 14 l 
Personality 13 11 t 12 7 I 
Potentiality 10 12 7 10 I 
Judgment 8 8 12 6 
Leadership 15 7 15 
, .. ~ 
.? 
Appearance 11 11 12 1h 
' 
Totals 124 114 121 91 
Percentage i -14. 8 
- 8.0 I 
Improvement I' 
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APPENDIX G 
INDIVIDUAL RATINGS - EXPERIMENTAL GROUP 
Trainees #I #2 #3 #4 #5 
Performance 
Factors Pre-Post Pre-Post Pre-Post Pre-Post Pre-Post 
Job Knowledge 9 13 13 13 1 "3 12 2 l? 9 9 
Quality of Work '7 ll ;; 11 ll ll 7 ll ll ~ ) 
Dependability l< 13 ll 13 1.3 13 13 l'"' _; 9 9 
Adaptability 10 12 10 12 10 12 10 12 b 10 
Initiative 9 15 13 15 11 13 13 15 12 12 
Personality 9 1.) 1? 
-' 
l 'J 2 ll 1) 11 1~' 2 2 10 
Potentiality 9 1? ,J 1~ 10 11-J. 2 1 3 ·-·' 12 2 ~? 
Judgment t.) 6 6 6 2 6 h 6 h 12 
Leadership 15 13 15 13 7 15 15 13 13 15 
Appearance 9 15 1~ 15 11 15 13 15 13 13 
Totals 96 126 104 126 lOb 126 lOb 126 91 107 
Percentage 31.3 21.1 10.9 H>.9 17.5 Improvement 
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Append ix G continued 
Trainees #6 #7 #8 #9 #10 
Performance 
Factors Pre-Post Pre-Post Pre-Post Pre-Post Pre-Post 
·-- -·-----··· ·--~·. 
Job Knowledge 5 11 7 13 13 1j 13 15 1) y' 2 
,4 7 7 10 Quality of Work ) 13 15 7 7 15 15 
Dependability 12 12 9 13 13 1< 
./ 13 13 13 15 
Adaptability 4 10 11 13 12 14 13 13 14 12 
Initiative 15 13 13 13 13 13 11 15 15 15 
Personality 13 13 11 ll 11 15 11 11 1S l4 
Potentiality 7 7 11 13 10 14 10 1 2 12 14 
Judgment 12 12 12 8 11 ll 6 6 8 12 
Leadership 13 13 1j 13 1S 13 15 15 13 13 
Appearance 13 13 11 ll 13 13 13 13 11 13 
Totals 99 111 107 ll8 12L~ 136 112 120 129 138 
Percentage 
12.1 10.3 9.7 7.0 6.6 Improvement 
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Appendix G continued 
~··' 
Trainees #11 #12 #13 #14 #IS 
I Performance 
iFactors .Pre-Post Pre-Post Pre-Post Pre-Post Pre-Post 
I 
1 
I 
15 !Job Knowledge 12 ll 13 
i 
13 r' :J 9 13 7 11 
! 
jQuality of Work 12 13 9 11 1'' :; 12 9 13 
,.., 5 ) 
' i 
' I j Dependability 11 13 13 13 13 13 13 13 11 ll 
l 
I Adaptability 12 12 11 11 12 15 12 12 5 6 
I 
i 
jinitiative 13 12 13 13 13 11 13 11 7 8 
I 
]Personality 12 11 1 .3 13 15 13 ll ll 11 11 
I 11 15 11 13 1~ 15 10 10 6 3 iPotentiality 
I 
I 1) 12 6 6 6 8 6 6 IJudgment 9 9 
!Leadership 10 13 9 9 9 15 9 7 1J 1J 
' I ! I jAppearance i 13 13 11 11 13 13 13 13 ll 11 I I 
·-r-
---! ! ! 
' i 82 85 I !Totals 1?1 129 !107 113 i 12h 130 •108 112 l -
' -i 
I 
!Percentage 
o.6 5.6 4.8 fimprovement ,. 3·7 3·5 
v 
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Appendix G continued 
,  
I 
Trainees #16 ! #17 #18 #19 #20 I 
L ! 
I I Performance I I I Factors iPre-Post Pre-Post , Pre-Post Pre-Post 1 Pre-Post 
! I 
Job Knowledge I 13 13 13 15 13 13 13 13 1S 15 I 
Quality of Work I 5 7 15 15 13 11 1~ l;) 7 7 
13 13 12 13 13 13 l 13 15 Dependability I 13 13 I 
I ! I 
Adaptability 6 6 J 12 12 13 12 I 15 13 13 13 I 
I I 
Initiative 11 11 i 13 15 13 13 I 12 12 12 12 
I I I 
Personality 7 7 ! 11 11 l 11 ll I 15 11 15 1.5 i l 
I 
I 
Potentiality 3 1 11.! 1r) 11 1s' i 1t:; 11 1.; l~ 
Judgment 6 6 8 6 9 8 I 6 5 6 6 
I 
Leadership 15 1tJ I 1~ 11 1s' 1c; r; 7 1r; lc; 
Appearance 11 11 113 13 13 13 11 11 13 13 
Totals 90 92 I r' i 12.) 127 .126 128 116 117 114 11h 
! 
Percentage I 1.6 1.6 2.2 ! o.s o.o Improvement I 
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Appendix G continued 
,. i r Trainees i #21 #22 #23 #24 #25 ! 
i 
I 
! 
Performance 
Factors I Pre-Post i Pre-Post Pre-Post Pre-Post Pre-Post 
Job Knowledge 13 13 13 13 13 13 15 15 13 15 I 
I 
!Quality of Work 11 11 12 11 1~ 1~ 11 11 12 11 _j 
I Dependability 13 13 13 15 15 r' 13 13 15 15 I :;J 
I I Adaptability 13 1.5 13 12 13 13 1h 12_ 12 12 
!Initiative 14 1/-J. ! 13 1) 12 12 i 13 11 13 15 ! ' 
\ 
I 
i 11 11 15 l) Personality i i 11 13 11 ll 15 11 
I i 
. 
\ 
I 
15 1'~ 
,Potentiality I ;.J l 12 15 13 13 12 12 13 13 -~ 
I Judgment I I I 15 6 6 6 (> 8 9 9 8 6 I 0 
Leadership 7 13 J$ 7 7 7 7 7 7 7 
Appearance 11 11 13 13 j 13 13 15 13 ll ll 
! 
Totals 1""2 122 121~ 122 1 122 120 120 118 11.22 116 c:_ ~) 
[Percentage 
-o.s -1.6 I -1.6 
1 
-1.7 
-4·9 !Improvement 1 
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Appendix G continued 
APPENDIX H 
FACTOR AVERAGES 
r 
Experimental Control 
Factors Pre Post Change Pre Post Change 
i 
! 
Job Knowledge i 11.6 12.9 11.2 12.2 13.2 8.2 I 
I Q.Iality of Work 10.3 10.4 .9 12.5 13.0 4.0 
I Dependability 12.4 12.9 4 .o 12.7 13.0 2.3 
I 
! Adaptability 11.0 11.6 5.4 12.5 11.9 -4.8 
j 
' 
!Initiative 12.3 12.7 3.2 12.8 13.1 2.3 
!Personality 12.0 12.1 .8 12.2 12.7 4.1 
! 
!Potentiality 10.0 11.9 19.0 12.1 12.6 4.1 
I 
' I 
[Judgment 8.3 8.0 -3.6 9.8 8.2 -16.3 
I 
; 
' lLeadership 11.6 11.7 .9 11.5 10.7 -7.0 
I 
I 
!Appearance I 12.2 12.6 3.2 11.8 11.7 -0.8 I 
I 
i I jTotals i 111.7 116.8 4.6 120.1 120.1 o.o 
I ! 
A significant difference does exist between the pre and post data for the experi-
mental group (.05 level) while no significant difference exists for the control 
group. 
This statistical analysis was computed by Mr. John Sack, Statistician, Internal 
Revenue Service, Data Center, Detroit" Michigan. 
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APPENDIX I 
LEADERSHIP PROFILE 
Instructions: 
On the next page you will find a number of leadership ideas to be judged by you. 
You are to rate each idea on each scale. 
Here is how to use the scales. If you find the leadership idea is very closely 
related to one end of the scale, you should place the check mark as follows: 
I (x) : ( ) : ( ) : ( ) : ( ) : ( ) : ( ) -
or 
I ( ) : ( ) : ( ) : ( ) : ( ) : ( ) : (x) -
If the leadership idea is quite closely related to one or the other ends of the 
scale~ but not extremely, you should place your check mark as follows: 
I ( ) : (x) : ( ) : ( ) : ( ) : ( ) : ( ) -
or 
I ( ) : ( ) : ( ) : ( ) : ( ) : (x) : ( ) -
If the leadership idea seems only slightly related to one side as opposed to the 
other side but is not really neutral, you should check as follows: 
I ( ) : ( ) : (x) : ( ) : ( ) : ( ) : ( ) -
or 
I ( ) : ( ) : ( ) : ( ) : (x) : ( ) : ( ) -
If you consider the leadership idea to be neutral on the scale or if it is completely 
unrelated then you should place your check mark in the middle space. 
Be sure to: 
I ( ) : ( ) : ( ) : (x) : ( ) : ( ) : ( ) -
1) Check each scale. 
2) Put only one check mark on each scale. 
3) Place your check mark in the middle of the space, not on 
the boundaries. 
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Appendix I continued 
LEADERSHIP PROFILE 
/():():():():():():()- EGO CENTERED 
- Seek personal recognition 
- Confidence in self 
-Outgoing 
/():():():():():():()- GROUP CENTERED 
- General agreement 
-Harmony 
- Cohesiveness of group 
I():():():():():():()- TASK CENTERED 
- Organizing the task 
- Doing the task 
- Making sure the task is finished 
/():():():():():():()- ORGANIZATIONAL-SUPERIOR CENTEREI 
- Agree to structure and systems 
- Follow directions 
- Accepts assignments without 
question 
APPENDIX J 
Experimental Group Control Group 
(N = 28) (N = 19) 
EGOI 1(1):(4):(9):(7):(6):(1):( ) - 1(2):(4):(7):(3):(2):( ):(1) -
EGO 
(IDEAL) I( ):(1):(2):(16):(4):(5):( ) -
EGO II 1(1):(2):(5):(10):(6):(4):( ) - 1(1):(5):(5):(5):(2):(1):( ) -
GROUP I 1(2):(6):(4):(12):(1):(3):( ) - 1(3):(2):(6):(8):( ):( ):( ) -
GROUP 
(IDEAL) 1(18):(5):(7):(2):(1):( ):() -
GROUP II f(10):(4):(3):(1):( ):( ):( ) - 1(3):(4):(8):(3):(1):( ):( ) -
TASK I 1(6):(12):(6):(2):(2):( ):( ) - 1(6):(7):(3):( ):(2):( ):(1) -
TASK 
(IDEAL) 1(6):(4):(10):(0):(5):(3):( ) -
TASK II 1(7):(11):(6):(4):( ):( )~ ) - /(5):(7):(5):( ):( ):(1):(1) -
ORG-
SUP I 1(6):(10):(2):(4):(1):(5):( ) - 1(6):(8):(2):(1):(2):( ):( ) -
ORG-
SUP 
(IDEAL) I( ):( ):( ):(1):(6):(12):(9) -
ORG-
SUP 1(5):(8):(9):(6):( ):( ):( ) - 1(7):(7):(2):(0):(2):(1):( ) -
----
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Appendix J continued 
A difference-but not highly significant-does exist between the pre and 
post data ( .16 level) while no significant difference exists in the 
control group. 
GROUP A highly significant difference does exist (.OOllevel) in the experi-
mental group while no significant difference exists in the control 
group. 
TASK and ORG-SUP: There is no significant difference for either group. 
The statistical analysis was computed by Mr. John Sack, Statistician, Internal 
Revenue Service, Data Center, Detroit, Michigan. 
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